EFFECTS OF REWARD SYSTEM ON EMPLOYEE PERFORMANCE IN

PRIVATE PRIMARY SCHOOLS IN KENYA: A CASE OF AGA KHAN JUNIOR ACADEMY by ODIT, PRISCAH
EFFECTS OF REWARD SYSTEM ON EMPLOYEE PERFORMANCE IN 
PRIVATE PRIMARY SCHOOLS IN KENYA: A CASE OF AGA KHAN JUNIOR 
ACADEMY  
 
 
 
 
 
PRISCAH ODIT 
 
 
 
 
 
A RESEARCH PROJECT SUBMITTED TO THE SCHOOL OF MANAGEMENT 
AND LEADERSHIP IN PARTIAL FULFILMENT OF THE REQUIREMENT 
FOR THE AWARD OF THE DEGREE OF BACHELOR OF MANAGEMENT 
AND LEADERSHIP OF THE MANAGEMENT UNIVERSITY OF AFRICA 
 
 
 
 
SEPTEMBER  2018
ii 
 
  
DECLARATION 
Declaration by Student 
This project is my original work and has not been presented for a degree in any other 
University 
 
Signature…………………………………  Date ……………………… 
Mrs. Priscah Akinyi Odit 
BML/12/00411/3/2015 
 
 
 
 
 
 
 
Declaration by the Supervisor  
 
Signature…………………………………… Date ……………………… 
 
 
This project has been submitted for examination with my approval as 
University Supervisor 
 
Signature………………………….…… Date ……………….…………… 
Mr. David Kanyanjua  
 
 
 
iii 
 
DEDICATION 
I dedicate the study to my family and friends who supported me and reminded me that 
going back to school was the best decision I ever made. They are my source of 
inspiration. Special gratitude to my late parents Jack and Rose Odit whose love, sacrifice 
and words of encouragement motivate me. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
iv 
 
ACKNOWLEDGEMENT 
I would like to thank and express my gratitude Vice Chancellor of Management 
University of Africa and the entire staff for providing excellent environment for learning 
and ensuring effective course work delivery.  I commend the Management for ensuring 
that the MUA library is well stocked and up to date including an online library access 
facility. My gratitude also goes to Mr. David Kanyanjua, my lecturer and supervisor for 
the support accorded to me during the course work-study and the project-writing period.  
I also acknowledge the support I received from my employer Aga Khan Junior Academy 
Education Services without whose support this accomplishment would not have been 
possible. 
v 
 
ABSTRACT 
Reward is a motivational strategy that many leaders in many if not all organizations 
around the world have used to motivate their employees.  Most managers and 
organizational leaders believe that it is important to motivate human resources to enable 
them perform well in their duties. As such, organizational and institutional leaders have 
relied on approaches such as intrinsic, extrinsic, and a combination of both methods to 
motivate their employees. The general objective of the study is to explore the effects of 
reward system on employee performance in private primary schools in Kenya. The 
research focused on a case study of Aga Khan Junior Academy. The specific objectives 
of the study were, to determine how extrinsic rewards affect employee performance, to 
determine how recognition affects employee performance, to determine how intrinsic 
rewards affect employee performance, to determine how total reward affects employee 
performance. The study adopted a descriptive research design. The target population 
included 120 employees at Aga Khan Junior Academy Nairobi. The researcher used 
stratified random sampling comprising of the management level, the teachers and the 
support staff with a sample size of 60 respondents, which was the majority of the target 
population. The research data was collected through questionnaires. The Findings were 
analyzed in form of tables represented in figures and charts. Majority of the respondents 
indicated there exists internal rewards at Aga Khan Junior Academy. Twenty-eight 
respondents strongly agreed that proper job placement affects employee performance. 
Seventeen respondents were of the opinion that pay rise was the main form of extrinsic 
reward at Aga Khan Junior Academy. Eighteen (18) respondents indicated that bonus 
payment was the form of recognition at the Aga Khan Junior Academy Junior. Twenty-
nine of respondents indicated that recognition has a large extent of effect on employee 
performance and 20 respondents strongly agreed performance management is an effective 
as part of total rewards. The research recommended that there should be proper job 
placement for employees to enjoy their job this in turn positively affects the employee‟s 
performance. The internal rewards of a person are not only inbuilt but can be improved 
through recognition as well as good work environment which in turn would reflect on the 
employee performance. For the continued improvement of employees, performance there 
needs to be continued employee performance management structures including the use of 
appraisals. Recognition of an employee‟s efforts in achievement of the organizational 
goals is a key factor in employee performance and should good remuneration should be 
one of the considerations. 
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OPERATIONAL DEFINITION OF TERMS 
 
Total Rewards- A concept describing all the tools available for an employer used to 
attract, motivate and retain employees. To an employer or candidate for employment, the 
notion includes perceived value as part of the employment relationship. 
Extrinsic rewards- Is a tangible and visible reward given to an employee for achieving 
something. They usually have monetary value such as salary hike, bonus, award and 
public recognition. 
Intrinsic Rewards-They are non-physical rewards. They cannot be seen or touched and 
are emotionally connected with the employees. It is defined as a feeling of contentment 
one finds in the completion of any task. It is related to job performance as a successful 
task automatically produces it. The higher the success rate; the higher will be the rate of 
intrinsic rewards one receives. 
Motivation- The reason for people‟s actions, desires and needs, motivation is also one‟s 
direction to behaviour, or what causes a person to want to repeat the same. Another 
individual motivation comes from within the individual. 
Expectancy- This is the belief that increased effort will lead to increased performance i.e 
if I work harder than this I will be better off. 
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CHAPTER ONE 
INTRODUCTION 
   
1.0   Introduction  
This chapter provides the background of the study. It will highlight the main objectives of 
the study that will further lead to the underlying expectations that need to be addressed. 
The chapter also provides the statement of the problem, scope of the study, significance 
of the study, research questions, and the chapter summary. 
1.1 Background of the Study 
Reward system is an extrinsic form of motivation for ensuring that the human resources 
achieve optimal performance. Many leaders in different organizations are aware of the 
fact that employee performance is beneficial to their companies. As such, they decide to 
use different methods to motivate the employees to perform even better. One method that 
leaders in different organizations and institutions have used is the rewards system, which 
is an approach where the leaders give various rewards to the best performing employees.  
A reward system is very important because it affects an employee‟s performance. This is 
to mean, an employee‟s performance will be more effective to a high reward system. Job 
performance is also part of the human resource management. Performance is also import 
for an organization to enable it achieve its goals. With the evolving school education in 
the world, the school management solely relies on their employees‟ good performance. 
School managements use rewards to motivate their staff members. It can be said that an 
effective reward system attracts new employees to an institution and motivates the 
existing employees to perform higher levels (Latham, 2011). 
 
Studies have shown that leaders in all organizations use different types of rewards to 
motivate their employees (Irshad, 2016). It is clear from the research by Irshad (2016) 
that employees rely on both intrinsic and extrinsic rewards system to motivate them to 
achieve high performances. Reward system refers to all the extrinsic rewards also 
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referred to as financial rewards and intrinsic rewards, also referred to as non-financial 
rewards that an organization provides for its employees in exchange for the work they 
perform Montgomery ( 2016).  Extrinsic reward includes wages and salaries, bonus, 
commissions, status and job promotions. Extrinsic reward provides for extra 
responsibilities, meaningful work experience, and flexi time working conditions all of 
which contribute to employee motivation that leads to higher work performance and 
consistency.  The goals of employee reward are to encourage employees to work harder, 
give their best, and in return earn the rewards ( Makki & Abid ,2017). Reward systems 
are set up as incentives for employees and many organizations are embracing this 
practice. 
Similarly, Anyango (2011) states that it is important to research the types of reward 
system that the various institutions in Kenya use to motivate their teachers. This is 
because, just like any other employee, teachers also need to be motivated to perform well. 
It is clear that motivating employees make it possible for them to perform well and 
register better results. In the same way, if teachers are motivated well, they will be able to 
remain in their respective schools for longer period. Moreover, Anyango (2011) states 
that the ability for learning organizations to be able to motivate their employees is an 
important approach in effective human resource management. Thus, the leaders in the 
firm will know the factors that encourage, discourage their employees, and aim to focus 
and uphold those that motivate them and do away with the institutions that do not 
encourage the teachers to work even harder. 
A research study by Chijioke & Chinedu (2017) in the nigerian banking industry 
indicates that other factors that institutional leaders can use to motivate their teachers are 
by having a blend of traditional teaching aspects and technology. The authors make it 
clear that many if not all teachers in modern organization need to feel and know that they 
are using the best teaching resources with their students. However, if they perceive an 
idea that the school is not providing the best teaching materials for them then they will 
not be able to work effectively and perform at their level best in their respective teaching 
areas.  
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1.1.1 Profile of Aga Khan Junior Academy 
The Aga Khan Junior Academy is a private school in Nairobi located in parklands. His 
Highness opened the school in 1972 the Aga Khan Junior Academy. The school is 
located on 1
st
 Parklands Avenue Limuru Road. Aga Khan Junior Academy 
accommodates students from local, international and multi-cultural communities. The 
school is open to all races, religions and nationalities and is part of the Aga Khan Junior 
Academy Education Service. The school has a student population of 800 and a staff 
population of 120. The staff number includes teachers, curriculum coordinators, 
laboratory technicians, librarians, security administration and general support staff of The 
Aga Khan Junior Academy Schools  (2009). The school offers a unique curriculum called 
the Primary Years Program, which focuses on the whole child development. The 
curriculum strives to bring out all aspects of well-rounded students who are thinkers, risk 
takers, knowledgeable, inquirers; caring, responsible, global citizens who are 
internationally minded, and can appreciate cultural diversity. The institution has 60 
classrooms, two libraries, six laboratories, one cafeteria, one swimming pool, and soccer 
field and basketball court. All the staff are always motivated when doing their job. It is 
also clear that the insitituion has low employee turn aout. Therefore, it serves as a viable 
organization for studying the types of rewards used to motivate employees as well as the 
impact of such rewards. 
1.2 Statement of the problem 
The problem originates from the fact that most teachers in Kenyan learning institutions 
are not performing at their level best irrespective of the fact that they are well trained and 
highly qualified for their jobs. On the same note, several schools also report high 
employee turnovers in their schools especially those that concern the number of teachers 
leaving for other schools. Teachers are ever in search of better paying institutions and 
once they land one, they stick in such schools for longer period. At the Aga Khan Junior 
Academy, employee turnover is not mainly experienced as the human resource system 
has various systems however, there exist the need to find out how to come up with the 
best reward system. Therefore, it is important to examine how extrinsic and intrinsic 
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motivational factors either influence or do not have a positive influence on the levels of 
teachers‟ performances.  
Moreover, there is a need for all organizations to be in a position to understand the 
appropriate rewarding system that motivates their employees to perform better at their 
work Vance (2012). The suitable reward that must form the engagement package is 
presently a challenge in the school setup. In Kenya, various organizations use different 
reward packages that involve both monetary and non-monetary rewards. However, little 
is known about the reward systems used in Aga Khan Junior Academy and how they 
affect performance. This is important as the school has a capacity of 350 students 
providing education for the primary years programme (PYP) this a clear indication of the 
need for constant motivation for the employees at Aga Khan Junior Academy owing to 
the nature of the job. 
1.3 Objectives of the study 
General objectives of the study 
The overall objective of this study was to examine the effects of reward systems on 
employee performance at Aga Khan Junior Academy in Nairobi   
Specific Objectives 
The specific objectives of this research were:  
i. To investigate the effects of intrinsic reward on employee performance at Aga Khan 
Junior Academy 
ii. To assess the effects of extrinsic reward on employee performance at Aga Khan Junior 
Academy  
iii. To determine the effect of recognition on employee performance in at Aga Khan 
Junior Academy  
iv. To evaluate the effect of total reward on employee performance at Aga Khan Junior 
Academy 
1.4 Research Questions 
i. How does intrinsic reward influence the employee performance at Aga Khan Junior 
Academy? 
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ii. How do extrinsic rewards affect employee performance at Aga Khan Junior Academy? 
iii. How does the recognition affect employee performance at Aga Khan Junior 
Academy? 
iv. What is the effect of total reward on employee performance at Aga Khan Junior 
Academy? 
1.5 Significance of The Study  
The study will help managers and other leaders in schools and various organizations to 
understand how employees rely on the reward system to boost their performances. The 
study will allow such leaders to evaluate whether employees are motivated by external 
factors such as extrinsic rewards to perform well, or whether they rely on intrinsic 
motivation to take it possible for them to perform optimally. The study will also reveal 
to researchers and other schools whether the employees prefer a combination of both 
factor to make them perform well in the organizations in which they work. The research 
will help to shed further light on the type of rewards that managers and leaders can use 
to help motivate their employees in their schools to perform optimally. The study will be 
of great significance to Aga Khan Junior Nairobi management and other researchers. 
1.6 Scope of the Study  
This study was confined to Aga Khan Junior Academy,Nairobi. The purpose of the study 
was to analyze the effect of reward and recognition on employee performance in private 
primary schools. The focus was the effect of rewards on employee performance.  The 
study targeted 120 staff comprising of teachers, senior management staff, administrative 
and support staff. The study was carried out during the months of January to April 2018.  
It  focused on extrinsic rewards, intrinsic rewards and employee recognition as a way of 
reward.  
1.7 Chapter summary 
This chapter brings out the background of motivation as well as of Aga Khan Junior 
Academy. It mentions the study variables including; intrinsic rewards, extrinsic rewards, 
recognition and total rewards in employee performance in giving justification of the study 
whereby it talks of whom this finds will be help to including the scope of the study. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction 
This section reviews studies related to the current study. This chapter comprises the 
review of past literature, critical review and the summary.  
2.1 Theoretical Literature Review 
It is clear that many employers rely on the use of rewards to motivate their employees. 
Most organizations as well as learning institutions require their employees to achieve 
peak performance. Moreover, the leaders in such organizations also understand that they 
need to use external forms of reward to motivate the employees to perform even better. 
The ability to apply the reward policies follows some theoretical principles. As such, this 
study will rely on the use of expectancy, and Maslow‟s Hierarchy of needs theory in 
relation to extrinsic and intrinsic rewards to explain how leaders have used the rewards 
policy in motivating their employees.   
2.1.1 Expectancy theory  
Victor H. Vroom proposed expectancy theory in 1964 and it is a theory that states that all 
employees in an organization expect their leaders to compensate them for the jobs they 
have done. It is based on four assumptions One postulation is that people join 
establishments with prospects about their necessities, incentives, and past familiarity. 
These influence how individuals react to the organization. A second theory is that an 
individual‟s conduct is a result of sensible choice. That is, individuals are able to pick 
those behaviors recommended by their own expectancy intentions. A third supposition is 
that individuals need different things from the organization (e.g., good salary, job 
security, advancement, and challenge). A fourth assumption is that people will choose 
among alternatives that optimize outcomes for them personally (Vroom, 1964). 
Vroom‟s Expectancy Theory is selected for this study because, according to Fudge and 
Schlacter (1999), this theory has been rigorously tested and has received strong support. 
Smith et al (2003) also indicate, “Expectancy theory provides a general framework for 
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assessing, interpreting, and evaluating employee behavior”. “Expectancy theory has also 
undergone extensive research in business and industry settings.” Howard (1989, p. 201). 
Expectancy theory has become popular as a means of understanding motivation. 
Researchers have used the theory to test in a variety of settings with a number of adult 
populations, ranging from university students to public school teachers. 
Thus, the theory of expectancy illustrates that all human resources expect that their 
leaders and employers should come up with an external form of motivation to motivate 
them. According to expectancy theory, performance and motivation is optimized when 
employees see reward satisfying their individual needs. Equitable distribution of reward 
is a desire by all employees in an equitable manner.  
2.1.2 Maslow’s hierarchy of needs theory 
Abraham Maslow recommended this theory in 1954. He believed that people tend to 
work hard and achieve high performance. The theory posits that employees have the need 
to achieve self -actualization and will rely on both intrinsic and extrinsic motivation to 
achieve their goals. 
Maslow satisfied that people stay at one level untill all their necessities at that level are 
fulfilled. For example, as long as a person is hungry or thirsty, the physiological needs 
dominate. Once fulfilled, the requirements in the safety group become significant. When 
security needs have been essentially gratified, new and higher level needs arise, and so 
on.  
The order of needs model is dynamic. It presents motivation as a constantly changing 
force, expressing itself through the constant striving for fulfillment of new and higher 
level of needs. Instead of resting on their achievements, when one goal attained or a need 
is satisfied, individuals naturally forward their efforts and proficiencies to the 
accomplishment of still greater goals. Maslow's methodology is preferred because of its 
universal scope, straightforwardness, simplicity and practicality and it is this theory that 
forms the basic basis of human drive.  
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2.2 Empirical Literature Review  
Managers in all organizations are aware of the effects of employee-employer 
relationships and the use of reward to motivate employees. A research study by Anyango 
(2011) indicates that many employers and manages in various organizations aim to 
ensure an effective relationship between them and their employees. They believe that the 
health and success of these firms depends on the positive relationships between them and 
their human resources. The author also supports the fact that an effective relationship 
with employees provides the firm with the ability to retain the best employees.  
Moreover, the author also supports the fact that managers in various organizations around 
the country have relied on the use of reward systems to motivate their employees to 
perform better.  She also states that such leaders rely on the use of extrinsic reward 
systems to help motivate their employees. Some methods of rewards used in various 
firms include monetary compensations that is different from their normal salaries. 
Employers also use employee recognition as another method of rewarding their 
employees and motivate them to perform well. Alternatively, some organizations also 
avail paid leaves and family vacations for employees to motivate them and allow them to 
achieve peak performances in their various firms and institutions (Anyango,2011). 
A study done in Pakistan showed that there is a direct relation between intrinsic rewards, 
extrinsic rewards, recognition and the employees‟ performance (Quresh & Zaman 2010). 
The study also discovered that recognition techniques that most organizations apply are 
best for maximum performance of the employees. This study is relevant as literature, but 
different for the current study because it later focuses on white-collar jobs while this 
study is based on a school setting. Furthermore, this study scrutinized the relationship 
between the extrinsic, intrinsic, financial rewards and social recognition towards and 
organizations‟ performance, while this study will specifically examine the effects of the 
reward employee performance. 
Another research on the relation of reward and performance conducted on Malaysian 
commercial banks Ong & Teh (2012) found that most of the banks provided both the 
monetary and the non-monetary rewards to its employees, and that their reward system is 
not influenced by the size or the age of the organization. However, it was found out that 
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there was a undesirable connection between the extrinsic reward and the financial 
performance of the organization. On the other hand, the intrinsic reward positively 
influenced the financial performance of the organization.  
A study done by Okoth (2014) also reveal that many employees expect their employers to 
provide some type of rewards to them they believe that the rewards given to them by their 
employers indicate the fact that they appreciate the hard work and the effort that their 
employees put to ensure success in the organizations. As such, they expect the managers 
and the employers to come up with some types and methods of reward for them.  
Studies done by Okoth (2014) based his argument on the expectancy theory in 
organization. He noted that through this theory, employees always expect their managers 
and employers to adopt a given reward system for them. In many instances, the managers 
have relied on the use of extrinsic reward methods to motivate their employees. He also 
noted that the managers in his case studies relied on the use of monetary reward systems 
for their employees. For example, the hotels he studies used the approach of providing 
monthly bonuses to their employees.  The author also states that many managers in 
different organizations use the reward system as a method of hiring and maintaining 
employees they need for various positions in the firms. They also use this system as a 
means of retaining the bet employees in their business enterprises. Using extrinsic 
motivational approach is a move that has direct impact in the ability of employees to rely 
on intrinsic motivation. For example, if employees are aware that the leaders in the 
business will provide monetary compensation for the job well done, then they will use 
intrinsic motivation to ensure that they perform their jobs well in order to receive the 
reward. 
According to Yousaf, Young et al, (2015) organizations rely on the use of both intrinsic 
and extrinsic motivation in their organizations. Intrinsic motivation comes from the 
desires possessed by the employees to do an excellent or outstanding job. The author 
states that intrinsic motivation is directly related to task performance. Thus, by relying on 
their urge and personal need to perform well, the employees will always be able to set 
own goals that they want to achieve within a given period during their work time. 
Moreover, they will also rely on their personal urge to ensure that they achieve high 
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performance in every employment activity they take.  Such organizations also rely on the 
use of extrinsic motivation to encourage and maintain the effective performance started 
by their employees.  
Extrinsic motivation is a method in which managers use external rewards such as money 
to motivate their employees to register outstanding organizational performances. 
Moreover, Yousaf, Young and Sanders (2015) also states that extrinsic motivation is 
related to contextual performance and task performance and that these are important 
relationships that are mediated by affective organizational relationships. It is clear from 
some results that for effective employee performances, the managers and employers must 
rely both on the use of extrinsic and intrinsic motivations since they work hand in hand. 
Thus, employees are generally motivated to perform well in the assigned tasks. However, 
they expect their employers and managers to recognize their hard work and appreciate 
them. Their expectation is that the leaders will rely on the use of extrinsic forms of 
motivations to show the needed appreciation by employees.  
As stated above, employee recognition is another factor that several authors have pointed 
out as an important approach for motivating their employees. Some organizations have 
the system of recognizing best performing human resources. Some firms do this on a 
monthly basis while others conduct such activities by annually. Leaders in firms are 
aware of the dangers of disengagement in their firms. They also know and understand 
that most of the time, disengagement occur due to lack of proper recognitions. Moreover, 
such employees do have the tendency of leaving their current organizations to look for 
jobs in companies that recognize and appreciate their work.  
Therefore, leaders have understood the importance of appreciating and recognizing their 
employees and have put various systems and methods in place to ensure that they do this.  
Thus, such leaders understand that appreciating the work done by their human resources 
and recognizing them for the same creates a lasting recognition in the company. In also 
promote other important factors such as effective teamwork, which also lead to improved 
performance in the firm. 
Moreover, Bromberg-M., Matsumoto et al (2010) have shown in their employee 
motivational study that employees fall in two groups those that are intrinsically motivated 
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and those that extrinsically motivated. Those that are intrinsically motivated do not need 
external factors to entice or motivate them to do their jobs. In the same way, employees 
who are intrinsically motivated do not need external reward systems such as finances to 
make them to their work effectively and hence perform well. Instead, intrinsically 
motivated employees rely on the reward and satisfaction they receive from doing their 
job to be the motivating factors in their lives. On that note, the employees in any 
organization who are intrinsically motivated rely on the need to perform their jobs 
effectively to be satisfied. They believe it is their ultimate duty to perform well and 
provide excellent or perfect results to be able to perform well. Moreover, intrinsically or 
self-motivated employees believe in the art and science of high performance and only 
seem to enjoy their work if they register high performances. The study found out that 
there exists a gap concerning intrinsic motivation among employees. 
On the other hand, some employees rely on external factors to act as their motivating 
principles in their performance Khan, Waqas, & Muneer ( 2017)). As such, many leaders 
in different organization have decided to use various motivating factors to ensure that 
they stimulate their employees to work harder and achieve high performances. For 
example, teachers in different organization believe in better pay as a form of motivation. 
They will always be able to register high performances and efficiency in their duties 
when paid better. On the same note, many leaders in different organizations use finances 
and better payment methods to encourage their employees to perform highly. They 
ensure that their human resources are subjected or entitled to better pay packages that will 
also motivate them to take on extra work (Danish & Usman, 2010).  As such, leaders in 
different firms have been able to report improved performances among their employees 
based on better pays. On the same note, employees have also reported that they do not 
mind working hard as long as they receive pay packages that match the quantity of work 
they do.  
The other financial method that leaders in different companies use to motivate their 
employees to perform better, include the use of financial rewards in terms of 
congratulating their employees for the job well done Danish et al ( 2010) for example, the 
principles in some schools usually encourage their teachers to perform even better by 
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giving certain amounts of money to their teachers who have shown a consistent record of 
accomplishment of high performance over a given period Mason & Watts, (2009). On the 
same note, leaders in different firms also provide financial rewards to their employees to 
encourage them to perform even better. They do this by providing financial rewards 
methods such as funding the whole family‟s vacation for their employees (Bromberg-M., 
Matsumoto, & Hokosaka, 2010). These are example of how schools and organizations 
use finances as an extrinsic methods of encouraging their human resources to perform 
well in the company.  
2.2.1 Extrinsic Reward and employee performance 
A research study by Mike, (2014) defines an extrinsic reward as an award that is tangible 
or physically given to an employee for accomplishing an assigned task. It is a physical 
acknowledgement of one‟s effort. For example, it may be a certificate of achievement, a 
trophy or medal for winning the race, a badge or points for doing something right, or 
even a monetary reward for doing your job. An extrinsic reward is a solid and visible 
reward given to an individual or a worker for achieving something. They usually have 
financial worth such as a remuneration hike, bonus, award, or public recognition. These 
rewards influence and inspire employees because money or comparable rewards are 
significant to most people. Someone would work on a development in lieu of extrinsic 
rewards even when that person is not internally motivated. For example, a trades 
individual might not be concerned in the merchandise he/she is marketing but upon 
recognizing that he/she would get a cash bonus on the accomplishment of sales 
objectives, he/she would make an supplementary effort to complete his/her targets 
on/before time. Moreover, a study by Kikoito (2011) indicated that because extrinsic 
rewards are tangible in nature, they„re handed to the individual directly responsible for 
the effort. 
Extrinsic rewards are actually tangible rewards presented to the employees by the 
management. They could be in various forms as; pay rises, promotion, bonuses and 
respective benefits. The rewards are termed as extrinsic because they external to the work 
itself, Thomas (2009). This means that other people namely the management has the 
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ability to control the size and whether or not they are granted. These kinds of rewards had 
played a dominant role in earlier eras whereby the job employees were involved in was 
routine and bureaucratic. 
 
Donata (2011), suggests that extrinsically motivated individuals seek to be rewarded for 
doing whatever is anticipated of them. On the contrary, intrinsically motivated employees 
get pleasure out of completing a task, recognition or the job itself. Shah and Shah (2007) 
state that acknowledgment is a leadership instrument that sends a message to personnel 
about what is key to the leaders and the performances that are appreciated. According to 
Kendra (2006), an award is that which follows an occurrence of a specific behavior with 
intention of acknowledging the behavior in a positive way. The award therefore has the 
intent of encouraging the behavior to happen again. 
According to expectancy theory, motivation and performance is optimized when 
employees see extrinsic reward satisfying their individual needs. Equitable distribution of 
reward is a desire by all employees in what is an equitable manner. Organization theory 
was been proposed to explain what happens when individuals perceive an imbalance 
between what they put in to a job and what they get as Reward. What is not visible to the 
employee may fail to get desired motivating effect from the employee. On the other hand, 
a truly visible reward gets the attention not only of individual employees but also of their 
peers. This later quality means visible reward can contribute to satisfying an employee‟s 
esteem and recognition needs, which can in turn motivate better performance and 
productivity. The managers can increase the visibility of reward by allocating annual 
salary increase in a lump sum rather than spreading them out on the entire year and 
eliminating the secrecy surrounding pay by openly communicating every ones 
compensation (Donata,2011). 
2.2.2 Intrinsic Reward and employee performance 
A research study about employee motivation conducted by Makki & Abid,(2017) 
reported that reward should be distributed based on the performance of the employee. 
The principle of paying for performance is so logical and so deeply instilled in the value 
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system. Moreover, Montgomery, (2016) also found out in his employee motivation study 
that, allocation of rewards on the basis of performance is a revered concept in 
organizations. Performance is concerned with results, performance measurements; 
rewarding people in the organization based on performance, requires some agreed –upon 
criterion for defining performance. 
Most societies think that the key to employee motivation is giving performance-based 
promotions. Persons will toil harder for an increase in their periodic paycheck, but this 
collective incentive tactic does not really do plentiful, according to a Harvard Business 
review  article that detailed the findings of an investigation of 120 years of prior research. 
They found little relationship between pay and job fulfillment. One investigation quoted 
found that motivations aiming extrinsic motivations in fact had a negative effect on 
employees' basic enthusiasm and this was mainly true wherever job responsibilities are 
fascinating rather than boring. More currency does not equivalent more inspiration. 
Instead, intrinsic stimuli are the sources to achievement and enhanced commitment in the 
workplace.  
 Similarly, in their employee motivation and performance study focused on employee 
performance, Khan et al (2017) found out that intrinsic rewards seem to create a strong, 
win-win form of motivation for performance for both an organization and its employees. 
This kind of incentive is aimed at the shared aspiration that workers‟ work makes an 
operational contribution to important purposes, so that it is performance-driven. It 
embodies the kind of self-management and qualified growth demanded by younger 
workers. It does not depend on large outlays of currency to create extra effort, so that it is 
achievable when funds are tight. Additionally, intrinsic prizes do not necessitate that a 
boss be present, as demonstrated by the growth of the virtual work and tele-commute 
situations. 
 
According to Thomas (2015), intrinsic rewards and how specialists see them as,: Sense of 
decision is the point at which a laborer does not hesitate to pick how to achieve their 
function to utilize their best judgment to choose those work exercises that sound good to 
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them and to perform them in ways that appear to be fitting. They feel responsibility for 
work, trust in the approach they are taking, and feel in charge of influencing it to work.  
Feeling of ability is the factor at which a laborer feels that they may be taking care of 
their paintings sports properly. That their execution of those exercises meets or surpasses 
their own measures, and that they are doing super, superb work. They sense a feeling of 
achievement, pride, or even aestheticness in how nicely they handle these physical 
activities (Thomas, 2015). 
The sense of progress is when an employee is encouraged that their efforts are really 
accomplishing something. They feel that your work is on track and moving in the right 
direction. They see convincing signs that things are working out, giving them confidence 
in the choices you have made and confidence in the future (Ibrar, 2015). 
Despite these benefits, however, a number of managers underestimate the importance of 
intrinsic rewards, and continue to treat financial rewards as the key factor in motivating 
others. While some of this bias may simply come from their use and familiarity with 
older models, there is another explanation. Research shows that, although people are 
quick to recognize the role of intrinsic rewards in their own behavior, there is a general 
tendency to assume that other people are motivated mostly by money and self-interest. 
Despite the various benefits of intrinsic rewards in employee motivation there seems to 
be no specific framework in cultivating this in improving employee performance 
(Ibrar,2015). 
A research study by Lin (2007), that focused on employee motivation ,indicates that 
many employees obtain immense satisfaction from knowing that they have done the best 
jobs in the organizations they work for. They obtain such level of satisfaction by 
developing the inner need to achieve high performance in the durities they have been 
allocated. It is clear that not all employees rely on external facors to achieve the 
motivation they need to perfom highly in any company. However, they rely on their self 
drives to enable them perform well. Such levels of insitrinic motivation arise from the 
personal need to achieve the best performance.It was discovered that employees who rely 
on intrinsic motivation have the tendency of setting their goals and working hard towards 
meeting them. Instrinsic motivation is also important in boosting employee perfomance 
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in any organization because it promotes knowledge sharing between the human 
resources.  
2.2.3 Recognition and employee performance 
According to Alex (2008) it is a reward for employee performance, recognition is defined 
as acknowledgement, approval and genuine appreciation (not phony praise). This 
recognition can be set up on a formal basis (e.g., employee of the month or million 
dollars in sales round table) or informally used by a supervisor/team leader in managing 
individual employee or team behavior. It is administered on a public (staff meeting, 
newsletter, or banquet) or on a one-on-one private level, verbally or written. There is a 
fine line between recognition as defined here and other positive reinforcers or rewards 
such as money and feedback. For example, providing merit increase in pay or a bonus 
and feedback about performance is considered a form of recognition. However, this study 
focused on non-financial recognition and did not necessarily contain information about 
performance, although some formal recognition programs involved prizes, dinners or 
plaques that cost money and both formal and informal recognition sometimes included 
information about performance. 
The broad appeal of recognition is that most practicing managers believe it applies to 
everyone (top to bottom in the organization), no one gets too much of it (no satiation 
principle here), it is available to everyone to use, and it doesn‟t cost anything. To 
demonstrate these claims, simply ask yourself, are you or anyone you know suffering 
from too much recognition? Besides this common-sense appeal of recognition as a 
powerful, but still not wisely used, positive reinforcer for employee performance, there is 
also considerable theory and research supporting its effectiveness (Bradler, 2015).  
A study on entrepreneurship revealed recognition and appreciation are major factors that 
motivate employees to work harder and aim higher. By applauding employees for their 
achievements in front of colleagues, it stimulates everyone to work harder. Recognition is 
priceless, and status is much more than money. It increases employee loyalty, enhances 
performance and generates greater success. Whether it is a red chainsaw or some other 
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type of recognition, reward people who make the cut and you will cut employee churn 
and build a stronger organization (Capobianco, 2014). The study however does not 
specify on the best way to offer recognition to employees in the quest to boost optimum 
performance. 
 Studies on employee motivation show that many managers also understand the fact that 
employee recognition is an important aspect that motivates them. Employee recognition 
is an important aspect that creates engagement within the firm. Engagement occurs when 
one employee is able to work with other employees in the company to achieve success. 
Moreover, engagement is not only required between human resources but should also be 
evident between them and the leaders in the organization (Okoth, 2014).  
It is evident that organizations that do not recognize their employees suffer 
disengagement. They have to deal with the risk of losing their best performing employees 
to other organizations because of lack of effective recognition. Moreover, such 
companies also suffer the risk of having to deal with high employee turnover and 
spending a lot on employee training and recruitment. That said, many leaders in various 
firms have come to realize that employee recognition is another method of extrinsic 
motivation that they can apply to help motivate their employees to achieve higher 
performance (Okoth, 2014). 
 
 
 
 
 
2.2.4 Total Reward and employee performance 
Reward is the compensation which an employee receives from an organization (mainly 
refer to enterprises) for his or her service. It not simply contains direct currencies and 
other forms, which can convert to currencies, but also a comfortable office, favorable 
interpersonal relationship inside the organization, having access to decision-making 
involvement, the challenge and sense of achievement, preferable growth opportunities 
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and so forth these kinds of forms, which is difficult to measure in various currencies 
(Jiang, 2009). 
The reward system consists of all organisation components- including people, process, 
rules and decision making activities involved in the allocation of compensation and 
benefits to employees in exchange for their contribution to the organization” 
(Puwanenthiren,2011). Armstrong (2009) on his part defined the reward system as 
consisting of a number of interrelated processes and activities, which combine to ensure 
that reward management is carried out effectively to the benefit of the organization and 
the people who work there. Puwanenthiren (2011) also identified three main components 
of a reward system to include; compensation, benefits and recognition. These 
components encapsulate the total rewards in an organization that include transactional 
and relational rewards. Benefits are described as forms of value other than payment that 
are provided to employees for their contribution to the growth of the organization. 
Benefits can come in two forms- tangible and intangible benefits. Tangible benefits 
include contribution to retirement plans, life insurance, vacation pay, holiday pay, 
employee stock ownership plans, profit sharing and bonuses, etc. Intangible benefits on 
the other hand include, appreciation from a boss, likelihood for promotion, office space, 
etc. Compensation is described as base pay and or variable pay. Base pay is tied to the 
value of the job to the organization in relation to the market value and the expertise 
required to performing the job. While variable pay is based on the performance of the 
person in that role, which includes achieving set targets. Examples of variable pay are 
bonuses (Ihedinmah et al, 2015). 
In considering the deployment of a robust reward system, the employer has to consider 
several options ranging from decisions on whether the reward would be periodic or 
instantaneous, cost savings or profit based individual or group based. All these 
ingredients are very vita to designing a good reward system (Ihedinmah et al, 2015). 
Among all kinds of budgets in an organization, remuneration cost remains a part of great 
importance. With the speedy update of the modern world, however, the traditional 
remuneration management has been facing great challenges both in public and private 
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sectors under the current economic and business circumstance, and then come a lot of 
problems which can affect the performance of an organization and even cause existential 
threats. Survey has demonstrated that the cash reward which was paid most attention to is 
not as important as in the past. Based on a 2002 survey of 1,500 employees (of all ages) 
conducted by Nelson Motivation, Inc., San Diego, California, the ranks of employee 
motivators in descending order are as follows: a learning activity, flexible working hours, 
verbal praise, increased authority, autonomy, time with their manager, time off from 
work, public praise, choice of assignment and written praise. What is noteworthy is that 
the cash reward ranks 15th in importance Reynolds (2005). In recent years, some other 
reward-related glossaries also spring up as the progress of new-fashioned market 
economics, for example, salary management, salary administration, payment (or pay) 
management, compensation management, reward management (Zhou jiang,2009). 
World at work, the Total Rewards Association of U.S., defines total rewards as all of the 
tools available to the employer that may be used to attract, motivate and retain 
employees. It also indicates that total rewards include everything the employee perceives 
to be of value resulting from the employment relationship (World at work, 2006). It goes 
beyond standard remuneration by embracing the company culture, and is aimed at giving 
all employees a voice in the operation, with the employer in return receiving an engaged 
employee performance. In other words, total reward provides a broader view to treat 
everything what an enterprise can offer to its staff and everything what the employees can 
promise to their companies, which embodies the fundamental change of management 
thinking model of company high-level superintendents. 
Maslow‟s need hierarchy theory (1943), supposed to be a motivation basis has been used 
to interpret the entire spectrum of human behavior. Maslow proposed that motivation is a 
function of five basic needs-physiological, safety, love, esteem and self-actualization-
which are arranged in the predictable stair-step fashion, and he explained that a person‟s 
physiological needs must be firstly met followed by safety needs, and so on up the need 
hierarchy (Kreitner & Kinicki, 2007). 
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As Total Reward is put forward on the basis of total compensation which has been using 
in a large number of companies these years, therefore the researches on total 
compensation and some other reward theories also provide the development of total 
reward with potent backgrounds. Total compensation could have an effect on attendance 
if, as in efficiency wage theories, directors who are paid more attend more meetings 
because they care more about keeping their jobs (Adams & Ferreira, 2008). The 
relationship between total compensation (excluding meeting fees) and attendance 
problems is negative, but not always statistically significant (Adams, Ferreira et al 2008). 
Elements of recognition and reward can be as important as structure in achieving the 
desired synergism that accompanies cross-functional cooperation (Appeldorn, 2008). 
According to Aon Hewitt (2012), Total Rewards Study found that high performing 
companies including those organizations that achieve the highest revenue against 
objectives, are most innovative and enjoy high levels of employee engagement have 
adopted total rewards as a way of thinking about attracting, motivating and retaining 
employees. In fact, high-performing companies are twice as likely as others to declare 
total rewards an area of focus and experience a stronger return on their investment in 
their employees. 
Pam H. and Jane k. (2013) Managing within a total rewards framework does not mean 
that you have to completely change the way you design and deliver benefits. Managing 
within this framework provides focus by helping you identify the programs that will 
enable you to attract, retain and engage your talent. A written total rewards strategy 
provides a framework within which employers can design, administer and evaluate 
effective total rewards programs. A well-conceived strategy whether focused primarily 
on benefits or broader rewards is informed first by input from leadership. When we ask 
what leadership wants from total rewards, the shift toward a total rewards framework 
becomes even clearer. 
The total reward approach is an employee retention strategy that encompasses both 
financial and non-financial rewards. This approach has been famed to produce best 
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results in as much as attraction, motivation and retention of staff is concerned 
(Armstrong, 2011).  
Vision 2030 Delivery Secretariat‟s reward system incorporates both financial and non-
financial rewards, guided by the government policy on the remuneration of public 
servants. 
2.3 Summary and Research Gaps 
The expectancy theory posits that motivation and performance are optimized when 
employees see or receive extrinsic rewards satisfying individual needs. Organization 
theory explains that employees aim to gain from the job that what they input into the job 
and what is not visible to the employee may fail to get the desired motivating effect from 
the employee. Organization theory shows that this may be effective in improving their 
performance however, fails to point out on the extent of the intrinsic rewards effect to 
employee performance. 
Research by makki and Abid (2017) report that rewards are based and distributed based 
on performance. This is concerned with results, performance measurements, rewarding 
people in the organization based on performance and requires agreed upon measurement 
criterion. 
Khan,Waqas and Muneer (2017) found that intrinsic rewards create strong, win-win 
forms of motivation for performance for organization and employees. Intrinsic rewards 
do not require that a boss be present however, the extent to which the intrinsic rewards 
may affect performance is not considered. This study aims to look into the extent to 
which it affects performance. 
 Puwamenthiren (2011) identifies main components of rewards system in an organization 
including, compensation, benefits and recognition. They encapsulate total rewards in an 
organization including transactional and relational rewards. Remuneration is the payment 
given to employees for their job however; total reward advocates for complimentary 
ways of rewarding employees this include loans at a low rate, housing and car benefits 
including many others. The study however does not point out on the rewards that most 
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employees would prefer. This aims to find out the forms of total rewards that employees 
of Aga Khan Junior Academy would prefer. 
According to a study by Yousaf, Young et al, (2015) leaders have understood the 
importance of appreciating and recognizing their employees and have put systems in 
place and methods in place ensuring they do this. They understand appreciating work 
done by the human resources and recognizing them creates lasting recognition in the 
company that also promotes other important factors, including effective teamwork 
leading to improved performance however, the study fails to delve into the various forms 
of recognition as well as their effect to the performance of employees. 
2.4 Conceptual Framework  
Conceptual framework consists of coherent ideas and concepts that are organized in a 
manner that makes communication easier. This study used rewards as the independent 
variables. It comprises the intrinsic, extrinsic rewards and recognition. The extrinsic 
rewards consist of car benefits, housing, work tools, flexible office hours, private office 
room, and free medical cover. The intrinsic rewards are rights, opportunities, opinions, 
recognition, importance, growth, and development. The study involved the employee‟s 
job performance as the dependent variable. 
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The conceptual framework reveals the types of variable in the study. The independent 
variables include extrinsic and intrinsic reward as well as employee recognition and the 
reward forms. The independent variables were measured by examining how each plays a 
role in motivating employees. The dependent variable in the framework is employee 
performance and was measured by examining how rewards motivate them to achieve 
peak performance. The conceptual framework also made it possible for the researcher to 
investigate how intervening variables affect the allocation of rewards. 
 
 
 
 
Independent Variables Dependent Variable 
Intrinsic Variables 
Extrinsic Variables 
Recognition 
Total Rewards 
Employee Performance 
Figure 2.1 Conceptual Framework 
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2.5 Operationalization of research objectives  
Table 2.1 Operationalization of Variables 
VARIABLES INDICATOR MEASUREMENT 
Intrinsic Rewards  -Autonomy, 
- Feedback,  
-Flexibility,  
-Proper job placement,  
-Likert Scale 
Extrinsic Rewards -Pay rise 
-Allowances 
-Bonus 
-Job security 
-Working conditions 
-Likert Scale 
-Open ended and closed 
questions 
Recognition -Trophies/Badges 
- Reserved parking 
-Spot Bonuses 
-Recognition party 
 
-Open ended and closed 
questions 
Total Reward -Employee Compensation 
-Benefits packages 
-Performance 
Management 
-Likert Scale 
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-Work-Life balance 
programs 
Employee performance -Recognition 
-Total Rewards 
-Extrinsic Rewards 
-intrinsic Rewards  
-Likert Scale 
 
 
 
 
2.6 Chapter summary   
The chapter gives a clear view of the review of the theories that were adopted by earlier 
scholars on the main focus of the study, it give an empirical literature review of the 
variables adopted. It shows the relation of the study to the variables in the conceptual 
framework as well as the operationalization of variables 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction 
The chapter discusses the research design and methodology not forgetting the population 
that gives out the sample size. It further outlines the sampling design as well as data 
collection procedure and instruments it suggests the methods used to analyze data 
collected from the field. 
3.1 Research Design 
According to Yin (2010) Research design is the outline, plan or scheme used to generate 
answers to the research problem. It is the plan and structure of investigation. Descriptive 
research is a scientific method of investigation in which data is collected and analyzed to 
describe the current conditions and terms or relationships concerning a problem Yin, 
(2010). The researcher used descriptive research design. Its purpose is to describe the 
state of affairs as it is in that particular time. Descriptive research design was appropriate 
because of its specific nature and facts that facilitated a general understanding and 
interpretation of the problem (Mugenda and Mugenda, 2012). It is a research strategy that 
tries to identify trends or situations with no causal linkages among its different elements. 
They are most helpful in the generation of hypothesis .It involves the use of 
questionnaires and other tools as interviews for data collection Bajpai (2011).  
3.2 Target Population 
The target population defined as the collection of objects which processes the information 
required by the researcher and about which inferences are to be made (Bajpai, 2011). The 
target population is the group of elements for which the survey investigator wants to 
make inferences using the sample statistics. The target population definition has to 
specify the kind of units that are elements in the population and the time extents of the 
group Cooper and Schindler, (2006). The study targeted employees of Aga Khan Junior 
Academy as well as the general human resource management. The study targeted a 
hundred and twenty (120) respondents comprising of the top management, teachers and 
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other members of staff. The selected departments work hand in hand to ensure efficient 
services.  
 Table 3.1 Target Population 
Category Target population Percentage 
Top management 30 25 
Teachers 70 58 
Support Staff 20 17 
Total 120 100 
3.3 Sample and Sampling Techniques 
Sampling as defined by Zikmund (2010), involves any procedure using a small number of 
items or parts of the whole population to make conclusions regarding the whole 
population. The purpose of sampling is to enable researchers to estimate some unknown 
characteristics of the population.  
 According to Zikmund (2010), sample size formulas cannot appropriately be used for 
non-probability samples, the determination of the necessary sample size is usually a 
subjective, intuitive judgment made by the researcher, based on past studies or the 
amount of resources available. The historical evidence approach was one of the methods 
used for non-Probability sampling to determine the sample size Churchill, (2010). 
Malhotra (2007) believes that sample size affects the accuracy of results. Sample size 
also has a direct impact on the appropriateness of the statistical techniques chosen (Hair 
et al., 2010). 
According to Mugenda and Mugenda (2012) Sampling is the process by which a 
relatively small number of individual, object or event is selected and analyzed in order to 
find out something about the entire population from which a sample is selected. A sample 
is a small group obtained from accessible population. The sampling design used was, 
stratified random sampling method. This was to achieve representation from various 
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departments that comprised the population. This method is more effective where the 
sampling frame is heterogeneous; departments that make organizations constitute the 
strata. A sample of 50% was taken from the target population due to the large size of the 
target population and that the information got from the sample would be reliable. 
Table 3.2 Sample Size 
Category Target population Sample size Percentage 
Top management 30 10 17 
Teachers 70 40 67 
Support staff 20 10 16 
Totals 120 60 100 
3.4 Instruments  
The study adopted the use of a questionnaire for data collection. According to Saul, 
(2018) a questionnaire is a research instrument consisting of a series of questions for the 
purpose of gathering information from respondents. Questionnaires can be thought of as a 
kind of written interview. They provide a relatively cheap, quick and efficient way of 
obtaining large amounts of information from a large sample of people. Data can be 
collected relatively quickly because the researcher would not need to be present when the 
questionnaires were completed. This is useful for large populations when interviews 
would be impractical (Leod, 2018). 
 The study was conducted using self-administered questionnaire as it was found to be an 
efficient data collection mechanism. The researcher also assumed that the questionnaire 
was filled when the respondents have time, thus ensuring a better chance that the 
respondents took time to think about their replies.  
3.5 Pilot Study 
According to Hundley (2014), a pilot study refers to a specific pre-testing of a particular 
research instrument such as a questionnaire or interview schedule. A pilot study allows a 
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time to complete/answer the questionnaire; ensures clarity of the questions and 
instructions; identifies sensitive questions that respondents are reluctant to answer; 
ensures the questionnaire has covered all important topics; ensures the layout is clear and 
attractive; and facilitates consideration of the comments and suggestions by the 
respondents (Bryman & Bell, 2007). 
In this research, the pilot study was done on six (6) teachers from a public school, which 
is 10% of the sample size as recommended by Zikmund (2010). This was also for the 
purpose of getting an opinion on how to improve the questionnaire for the purpose of 
achieving the maximum impact on the final respondents and the study. These 
respondents‟ views were not  included in the final study. 
3.5.1 Validity 
Validity refers to the extent to which a test measures what it intends to measure (Cooper 
and Schindler, 2011). In research, validity has two essential parts: internal (credibility), 
and external (transferability). Internal validity indicates whether the results of the study 
are legitimate. 
It refers to whether a study can be replicated (Willis, 2007). To assure it, the researcher 
can describe appropriate strategies, such as triangulation, prolonged contact, member 
checks, saturation, reflexivity, and peer review. External validity shows whether the 
results given by the study are transferable to other groups of interest Last (2009).  
 The research determined the validity of the tool for its content by the use of a panel of 
persons to judge how well the instrument meets the standards. This is in line with the 
content validity mentioned by Zikmund (2010) as a subjective agreement among 
professionals that a scale logically appears to accurately reflect what it purports to 
measure. 
Silverman (2006) States that construct validity concerns establishing correct operational 
measures for the concepts being studied. The study will employ construct validity which 
is a critical parameter especially for case studies, because the gathered data is by nature 
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subjectively interpreted by the researchers. This were validated through consultations 
from expert opinions of the research supervisor.   
3.5.2 Reliability test  
Reliability test is when a researcher‟s approach is consistent across different researchers 
and different projects. Though reliability importantly contributes to the validity of a 
questionnaire, it is however not a sufficient condition for the validity of a questionnaire. 
Lack of reliability may arise from divergence between observers or instruments of 
measurement such as a questionnaire or instability of the attribute being measured which 
will invariably affect the validity of such questionnaire. There are three aspects of 
reliability, namely: Equivalence, stability and internal consistency (homogeneity) 
(Oladimeji, 2015). 
According to Yin, (2015), a case study is reliable if it would lead to the same findings 
and conclusions if another researcher would conduct the study again, being replicable. 
The study will use the cronbach‟s experiment to prove reliability. Cronbach‟s alpha can 
be written as a function of the number of test items and the average inter-correlation 
among the items.  
 
Where N is equal to the number of items, c-bar is the average inter-item covariance 
among the items and v-bar equals the average variance.  
One sees from the formula that if you increase the number of items, you increase 
Cronbach‟s alpha.  Additionally, if the average inter-item correlation is low, alpha will be 
low.  As the average inter-item correlation increases, Cronbach‟s alpha increases as well 
(holding the number of items constant) (Mohsen T., 2011). 
According to Yin (2015), a case study is considered reliable if it leads to the same 
findings and conclusions if another researcher would conduct the study again, being 
replicable. “The goal of reliability is to minimize the errors and biases in a study. The 
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survey tool is critical in ensuring accuracy in the data collection‟. The researcher regards 
the case study to be reliable having found a Cronbach alpha of 8.0. If conducted by other 
researchers again, the same conclusions might be found. 
3.6 Data Collection Procedure  
Questionnaires was administered on a drop and pick basis. This method was used to 
ensure a high population of responses on a high return rate. The primary data was 
supplemented by secondary data from the available literature relating to the study topic. 
Data was collected from the sampled population using a questionnaire, which will be 
administered to the target respondents on a face-to-face basis.  
3.7 Data Analysis Presentation 
The data collected will be analyzed using quantitative and qualitative techniques. This 
involves creating descriptive statistics namely percentages and frequencies. Quantitative 
techniques was used to analyze information obtained and presented numerically to work 
out percentage frequencies. It will also analyze the closed ended questions. The data was 
edited and coded to ensure accuracy of the data. Frequency tables and charts were used to 
present the results for either understanding or interpretation. In qualitative analysis, the 
information will analyze the open -ended questions, it was described using words and 
data interpreted and inferences made and presented descriptively using graphs, tables and 
percentage 
3.8 Ethical Considerations  
The participants were protected within the survey as the respondents are allowed to use 
cover names or not to reveal their names totally. Given the importance of ethics for the 
conduct of research, various professional associations and government agencies have 
adopted codes and policies relating to research. This is specifically important in seeking 
non-bias information. This also ensures that the researcher can be held accountable to the 
public Resnick (2015) 
3.8.1 Informed consent 
The respondents were taken through what the survey entails and what is expected of 
them. This was through prior phone calls to the potential respondents. They were fully 
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informed of what the survey is about. Their assent was significant in ensuring that this 
investigation think about was viably completed with the objective that the revelations that 
were accumulated in various stages did not break the rules and controls set down when 
undertaking this examination work. 
3.8.2 Voluntary Participation 
Through the phone calls done before the respondents were informed that the survey was 
not compulsory and one is free to participate. This was to ensure that information 
provided by the volunteers was out of free will and the information was reliable being 
that there was no coercion involved in the data collection. It was consequently, the 
privilege of members to leave a program of this nature whenever, along these lines no 
weight was put on the individuals who picked not to keep on participating in this 
examination. 
3.8.3 Confidentiality 
The survey was purely undertaken for the study purpose hence the respondents were 
informed of utmost confidence in the response. Whereby for the purpose of 
confidentiality, they were informed that indicating their names was optional. This right to 
confidentiality is included in the Kenyan Law and must therefore be upheld in all studies. 
3.8.4 Privacy 
The information obtained was treated with utmost privacy. This researcher ensured that it 
is only her that handled the returned questionnaires and destroyed them after analysis of 
the findings. This is very important as to protect the respondents from any form of 
victimization for the provision of information by the organization or interested 
individuals. 
3.8.5 Anonymity 
To ensure anonymity, the questionnaires were fashioned in a way that there was no 
segment requesting for the respondents names. In the case that a respondent indicated 
their name, this would be treated with discretion as in the privacy consideration. 
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3.9 Chapter Summary 
The chapter presented the research methodology. Specifically it explained the research 
design, the target population, sampling, the data collection instrument and procedures, 
data analysis and presentation as well as the ethical considerations put in place during the 
study. 
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CHAPTER FOUR 
RESEARCH FINDINGS AND DISCUSSION 
 
4.0 Introduction 
The chapter covered the descriptive and inferential analytical part of the study. It presents 
the primary data using tables, bar graphs and pie charts. The presented data was 
interpreted as per the objectives of the study. Further, the chapter presented variables on 
the diverse characteristics of respondents including age, academic level and experience. It 
also covers the summary of data analysis. 
4.1 Presentation of Findings 
Table 2.1 Survey response rate 
Department Issued 
Questionnaires 
Returned 
Questionnaires 
Percentage 
Management 10 8 15 
Teachers 40 38 72 
Support Staff 10 7 13 
Total 60 53 88 
 
The researcher managed to realize 88% response rate in the research study. Some of the 
respondents were too busy or reserved their right to not participate in the research. 
However, owing to the majority of respondents the non-response wasn‟t of much 
significance to the research (Schoewe P. 2014).  
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4.1.2 Gender Information 
This section of the question sought to determine the gender of the respondents to 
determine whether the constitutional requirement of a third of the gender parity was 
adhered to at Agha Khan Junior Primary. 
Table 4.2 Gender Information 
Gender Category Response Percentage 
Male 21 40 
Female 32 60 
Total 53 100 
 
As shown in table 4.2 the study shows 60% of the sample size was female while the 40% 
was made up of the male gender. According to the analysis, most of the teachers at the 
Aga Khan Junior Academy primary were female. This shows the education sector of the 
primary year programme was made up of more women. This was a positive indicator 
being the age of women empowerment and backed up by the constitutional requirement 
of a third of gender parity the representation was fare. 
4.1.3 Age Bracket of Respondents 
This section aimed at having a clear idea of the professional experience of the 
respondents as have a determination on what age group makes the larger chunk of 
employees at Aga Khan Junior Primary. 
 
 
 
Comment [DK2]: fair 
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Table 4.3 Age Respondents rate 
 
 
Age Brackets 
 
Response 
 
Percentage 
 
18-35yrs 28 53 
36-50yrs 17 32 
Above 50yrs 8 15 
Total 53 100 
 
Table 4.3 shows information gathered on age brackets of employees at the Aga Khan 
Junior Primary whereby, 53% of the respondents were between the age of 18-35, 32% 
were between age 36-50 years, and 15% of the employees are aged above 50 years. The 
information therefore shows the age of employees were young and in their youthful 
period of life hence have a great need in the total rewards to get their full potential 
optimized in general performance at the school.  
4.1.4 Work Experience at Aga Khan Junior Academy 
The question had a section whereby respondents were expected to respond based on the 
number of years they had work at agha Khan Junior Primary. This was mainly to see 
whether the reward systems at Agha Khan came with the duration one had served or 
would be experienced from the duration of employment. 
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Figure 4.4 Respondents on Work Experience at Aga Khan Junior Academy 
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From the table 4.4  21 respondents comprising 40% have been active for 1- 5years, 25 
comprising 49% have been active for 5-10 years while 6 comprising 11% of the 
respondents have been working for Aga Khan Junior Academy  for more than 10 years. It 
is evident majority of the respondents have been in employment at the school for 5-10 
years. This shows that majority have already been working at the school more than 
5years this creates the need to motivating the employment owing to the complacency that 
may emanate from one working for a single organization over a long period. 
 
4.1.5 Respondents on whether Intrinsic Rewards exist  
In this section, the respondents were expected to indicate whether there existed or if they 
were aware of any internal motivators within the Aga Khan Junior Academy primary 
staff with a yes or no response on the questionnaires.  
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Table 4.5 Respondents on existence of Intrinsic Rewards 
 
Category Frequency Percentage 
Yes 43 81 
No 10 19 
Total 53 100 
 
From the table 4.5, 43 respondents comprising of 81% indicated that there does exist 
intrinsic rewards while 10 respondents comprising of 19% were of the opinion that there 
doesn‟t exist any intrinsic rewards at Aga Khan Junior Academy. These shows, the Aga 
Khan Junior Academy employees have a self driven urge to achieve.  
4.1.6 Respondents on intrinsic rewards effect on employee performance 
This section of the questionnaire was a likert scale-requesting respondents to determine 
whether freedom, feedback and proper job placement did affect employee performance as 
part of the intrinsic rewards at Agha Khan Junior. 
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Table 4.6 Respondents on the Effect of Intrinsic Rewards 
 
Effect Frequency Percentage 
Strongly Disagree 0 0 
Disagree 10 18 
Neutral 0 0 
Agree 15 28 
Strongly Agree 28 53 
Total 53 100 
 
From the table, 4.6 respondents comprising 19% disagreed that freedom affect employee 
performance at Aga Khan Junior Academy, 15 respondents making up 28% agreed that 
feedback affects employee performance. Majority who were 28 comprising 53% strongly 
agreed that proper job placement affects the employee performance. This shows that 
during recruitment, proper job placement should be a major consideration in terms of the 
employees output. 
 
4.1.7 Respondents on forms of extrinsic rewards in existence at Aga Khan Junior 
Academy 
This section expected respondents to identify the various extrinsic rewards awarded at 
Aga Khan Junior Primary. This was mainly to see whether the respondents could identify 
the rewards or ultimately determine their preference. 
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Figure 4.2 Respondents on existence of extrinsic rewards 
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From the figure, 4.7 17 respondents comprising of 32% indicated that pay rise exist as an 
extrinsic reward, 5 respondents comprising of 10%  indicted allowances exist at Aga 
Khan Junior Academy while 9 respondents comprising of 17% indicated bonuses.13 
respondents making 24%  indicated Job security while 9 respondents  comprising of 17% 
indicated that working conditions were the existing external rewards. This shows, that 
most respondents preferred pay rise as the form of extrinsic reward. 
4.1.8 Respondents on the effect of extrinsic rewards 
On a likert scale of 1-5, respondents were expected to determine the extent to which they 
agree or disagree that extrinsic rewards have an effect on employee performance. 
5=Strongly agree,4=Agree, 3=Neutral,2=Disagree, 1=Strongly Disagree. 
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Figure 4.3 Extent of effect of extrinsic rewards 
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From the figure, 4.8 5 respondents comprising 9% indicated they agree that pay rise 
affects employee performance, 13 respondents comprising 24% indicated strongly agree 
that allowances affect employee performance, 07 of respondents comprising 13% agree 
that bonuses affect employee performance, 18 respondents making up 34% neutral or not 
sure that job security affects employee performance while 10 comprising 20% indicate 
they strongly agree that working conditions affect employee performance. From the study 
the job security is not seen a s a motivator good employee performance rather the 
working conditions are more of what would improve it. 
4.1.9 Respondents on forms of recognition on employee performance 
This section sought to determine the most preferred form of recognition by giving 
respondents the choice between Trophy award, Badge Award, Day Off and Bonus 
Payment. 
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Figure 4.4 Respondents on forms of recognition 
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From figure 4.9 12 respondents comprising 23%indicted that the trophy award was the 
form of recognition at Aga Khan Junior Academy, 10 respondents making up 19% 
indicate the badge award was the award at Aga Khan Junior Academy, 13 respondents 
making up 25% indicated a day off as the form of recognition while 18 respondents 
making up 33% were of the opinion the Bonus payment was the form of recognition. This 
meant that most employees would prefer bonus payment as the best form of recognition. 
4.1.10 Respondents on effect of recognition on employee performance 
Having determined the various forms of recognition, at Aga Khan Junior Primary the 
researcher went further to find to what extent recognition affected the employees‟ 
performance.  
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Table 4.10 Extent of recognition on employee performance 
 
Extent Frequency Percentage 
No Extent 2 3 
Moderate Extent 10 19 
Large Extent 29 55 
Great extent 12 23 
Total 53 100 
 
From the table 4.10, 2 respondents making up 3% mentioned that recognition had no 
extent of effect. 10 respondents comprising 19% were of the opinion that it had a 
moderate extent effect 29 respondents amounting to 55% were of the opinion it has a 
large extent of effect while 12 respondents amounting to 23% indicated that it had a great 
extent of effect on employee performance. The use of recognition is a major contributing 
factor to employee performance.   
4.1.11 Respondents on the existence of total rewards at Aga Khan Junior Academy 
In this section the researcher aimed to determine whether there existed forms of total 
reward at Aga Khan Junior Primary this was also to find out if the management was 
knowledgeable of this factor of motivation. 
 
 
 
 
 
44 
 
 
Table 4.11 Respondents on existence of a total reward system at Aga Khan Junior 
Academy 
In table 4.11, 43 respondents comprising of 81% indicated that they were aware of an 
existing total reward system at Aga Khan Junior Academy while 10 respondents 
comprising 18% were not aware there was a total reward system in existence at Aga 
Khan Junior Academy. This showed most employees of Aga Khan Junior Academy were 
aware of what they were working for. 
 
 
 
 
 
 
 
4.1.12 Respondents on effects of total reward on employee performance Aga Khan 
Junior Academy 
In this section, respondents were expected to put a tick on the form of total reward they 
were aware existed at the Agha Khan Junior Primary School.  
 
 
 
 
Response Frequency Percentage 
Yes 43 81 
No 10 19 
Total  53  100 
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Table 3.12 Respondents on the effect of total reward at Aga Khan Junior Academy  
 
Effect Frequency Percentage 
Employee Compensation 15 28 
Benefit Packages 18 34 
Performance Management 20 38 
Total 53 100 
 
From the table 4.11, 15 respondents comprising 28% agreed employee compensation is 
effective part of total reward. 18 respondents comprising of 34% agreed benefit packages 
are effective in total rewards. 20 respondents comprising 38% strongly agreed 
performance management is effective in the total rewards. 
 
4.2 Limitations of the study 
 
4.2.1 Uncooperative Respondents 
Most of the time, people do not cooperate whenever information is being sort from them, 
especially if they know the information they give could be unfavourable to other persons, 
more so, the authority over them. 
4.2.2 Confidentiality 
The researcher needed to get sensitive information from the respondents in reference to 
the employee performance, which included work-life balance, which would bring out a 
different picture of the management. It was for this reason that the researcher expected 
that some employees would be afraid of volunteering the information they had about the 
organization. 
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4.2.3 Language Barrier 
Nairobi being a metropolitan city it is expected to be made up of a diverse ethnic 
population and different levels of education backgrounds which is the main cause of 
semantics and the general language barrier this limits the level to which information can 
be termed quite accurate. 
 4.3 Chapter Summary 
The chapter focused on analysing data results, presentation and discussion of findings. 
The general objective of the study was to determine the reward system on employee 
performance in private schools of Kenya. The findings are presented in tables, graphs and 
charts. 
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CHAPTER FIVE 
SUMMARY, RECOMMENDATIONS AND CONCLUSIONS 
5.0 Introduction 
The section presents summary findings in relation to the research study carried out by the 
researcher on the research problem. It goes into giving answers to the study question. 
Conclusion and recommendations are also included. 
5.1 Summary of Findings 
 
5.1.1 The effects of intrinsic rewards on employee performance 
Eighty one percent of the respondents indicated that at Aga Khan Junior Academy there 
exist intrinsic rewards. They also strongly agreed that job placement was a major 
condition to consider when recruiting of employees. The study shows that an employee 
has a greater hunger to achieve when they set their own goals and work towards them.  
Therefore, intrinsic rewards positively affects performance. However many managers 
still believe that only financial compensation is the major motivator to employee 
performance with the recent changing times there have come various ways of 
appreciating an employee performance in the organizational  set up. These findings 
concur with those of Kikoito (2011). 
5.1.2 The Effects of extrinsic reward on employee performance at Aga Khan Junior 
Academy 
From study the good remuneration has been attributed to a better job performance in most 
organizations however, this goes hand in hand with a good working environment which 
was indicated as a contributing factor to employee performance and ultimately the low 
turnover rates that are associated to well performing companies Montgomery (2016). 
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5.1.3 The effect of recognition on employee performance in Aga Khan Junior 
Academy 
According to Okoth, (2014) As much as the motivation to achieve the organizational 
goals do not always have to be extrinsic or financially motivated, managers need to 
recognize the efforts  put into goal achievement by their employees this goes a long way 
in improving employees performance since they feel appreciated for being part and parcel 
of the organization. 
5.1.4 The effect of total reward on employee performance at Aga Khan Junior 
Academy 
Studies show that the needs hierarchy will propel the will power of an employee to 
perform better in order to proceed into the self actualization face of their needs. This 
cannot be achieved in an organization that total rewards system is not favourable to a 
person‟s growth Maslow, (1970).  
5.2 Conclusions 
5.2.1 Intrinsic Reward 
The researcher concludes that, intrinsic rewards are more of the inner abilities of an 
individual however; this can be stimulated through having a good rapport between 
employees and their seniors. Through proper talent acquisition, the employer is able to 
determine the best position to place an individual this makes one comfortable hence, 
input optimum efforts to the achievement of goals.  
5.2.2 External Reward 
The study indicated that the external rewards are more tangible however; the respondents 
that the working conditions would go far into motivating employees triggering better 
performance.  Employers should see to it that the working conditions interms of time 
restrictions and allowance are of basic considerations. 
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5.2.3 Recognition 
The researcher concluded that recognition is fundamental in employee performance. The 
employer however, through the Human Resource team should come up with the most 
appropriate methods to give recognition to the employees. With the right criteria chosen 
it should see to it the form of recognition does not bring about laxity hence something 
temporary but elicits competition. 
5.2.4 Total Reward 
The study indicates that total rewards aim to be all rounded in that it not only considers 
the remuneration of the employee but also ensures the employees lives are at par. This is 
achievable through the indulgence into fan activities like outdoor team building, 
including a gym at the work premises and other form of activities to improve their life 
too. The researcher concludes the work life balance is a major contributor to employee 
performance as part of total rewards and the employing party needs to be keen in the 
work life balance of their employees.   
5.3 Recommendations 
The study recommends that the intrinsic rewards are an admirable trait that can be 
noticed from individual employees who have an internal self-drive to achieve. The 
managers and leaders in organizations need to recognize the efforts of employees using 
non-financial incentives including a reserved packing, the best employee badge and 
trophies or a yearly party, which are also motivational forms of recognition for the 
employees‟ performance. 
The study recommends that, working conditions should be the main area of focus as the 
other forms of external rewards have been in place for a while this would include, the 
introduction of flexy working hours depending on the sector introduction of new trends 
like, allowing women to carry their lactating babies to work to boost concentration should 
be considered. 
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The study recommends that recognition is a powerful tool in boosting the employees 
drive to perform better in their duties. The organizations management should find out the 
best practices in administering recognition and should be as well considerate to what is 
most popular to the employee.  
Total rewards may be seen as going overboard for employees from the employers‟ 
perspective however, this aspect in employment ensures that an employee feels they not 
only belong but also build on their responsibility to the company. There are various forms 
of total rewards depending on the companies‟ ability including, life and work balance 
activities, incentives offered to employees as well as the transfer of shares to the 
employee heads. 
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APPENDICES 
APPENDIX 1: INTRODUCTORY LETTER 
The Management University of Africa 
I am a student of the management of The management University of Africa, undertaking 
a Bachelor‟s Degree in Human Resource Management. My Research is on “The effects 
of Reward System on Employee Performance”. A case study of Aga Khan Junior 
Academy. 
This questionnaire is aimed at collecting information and is solely for academic purpose 
and due privacy will be accorded. 
Your co-operation will be appreciated. 
Yours Faithfully 
……………………………………………………………………………. 
Mrs. Priscah Odit 
 
Date…………………………………………… 
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APPENDIX II: STUDY QUESTIONNAIRE   
BACKGROUND INFORMATION 
Please tick the below questions where appropriate 
1. Gender  Male [   ] 
    
              Female [   ] 
 
2. Age bracket 
18-30 [    ] 
31-40 [     ] 
41-50 [     ] 
51-60 [     ] 
 
 
3. Work Experience at Aga Khan Junior Academy  
4. 1-5yrs [   ] 
 
5-10yrs [   ] 
 
More than 10 years [  ] 
 
Section B. Intrinsic Rewards on Employee Performance 
  4. (a) Do there exist any kind of intrinsic motivations at Aga Khan Junior 
Academy? 
Yes [  ] 
 
 No [  ] 
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(b) To what extent do you agree freedom and feedback, affect employee 
performance? 
Please tick the number best describing your position on each statement.  
5=Strongly Agree, 4= Agree, 3= Neutral, 2= Disagree, 1= Strongly Disagree. 
Statement 1 2 3 4 5 
 Freedom affects employee performance      
Feedback affects employee performance      
Proper job placement affects employee performance      
 
c) Does flexibility affect employee performance? 
Yes [ ] 
 
No [ ] 
Explain further 
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………. 
Section C: Extrinsic Rewards 
5. (a) What are the various forms of extrinsic rewards within the Aga Khan Junior 
Academy? Kindly Tick accordingly 
Pay Rise [ ] 
Allowances [ ] 
Bonuses [ ] 
Job security [ ] 
Working Conditions [ ] 
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(b) Do extrinsic rewards affect the employee performance?  
Please tick the number best describing your position on each question.    
5=Strongly Agree, 4= Agree, 3= Neutral, 2= Disagree, 1= Strongly Disagree. 
 
Statement 1 2 3 4 5 
Pay Rise affects employee performance      
Allowances affect employee performance      
Bonuses affect employee performance      
Job security affect employee performance      
Working conditions affect employee 
performance 
     
 
(c) Explain Further 
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………. 
 
 
 
 
 
 
 
 
 
 
 
58 
 
Section D: Recognition on employee performance 
 
6. (a) What are the various forms of recognition at Aga Khan Junior Academy? 
Trophy Award [  ] 
 Badge award [  ] 
Day off [   ] 
Bonus payment [ ] 
 
(c) To what extent are the outcomes of recognition on the employee performance 
felt? 
No Extent [  ] 
Moderate Extent [ ] 
Large Extent [ ] 
Great Extent [  ] 
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 Section E: Total Rewards on employee performance 
7. (a) Does there exist any form of total rewards 
Yes [  ] 
 
No [  ] 
(b) How effective are the total rewards systems of Aga Kahn Junior Primary? 
Please tick the number best describing your position on each question.  
5=Strongly Agree, 4= Agree, 3= Neutral, 2= Disagree, 1= Strongly Disagree. 
Statement 1 2 3 4 5 
Employee compensation is an effective part of total reward      
Benefits packages are effective in total reward systems      
 Performance Management is effective in the total reward systems      
Work-life balance is effective in the total reward system      
 
 
(c) Please explain further 
………………………………………………………………………………………………
………………………………………………………………………………………………
…………………………………………………………………………………………….. 
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